The job satisfaction gender gap among young recent university graduates:
Introduction
This paper analyses the gender gap in the labor market. While most research has focused on the gender earnings gap and on other objectively defined job characteristics, few researchers have looked at the gender differences on perceived job quality. This is a relevant question to the extent that many western countries have as an important point in their policy agenda the increase of female participation in the labor market.
Understanding female job satisfaction is therefore an important ingredient to policymaking to the extent that individual's participation in the labor market depends on the satisfaction they derive from it. In the 2002 Employment in Europe Report 1 by the European Commission (p.98), it is clearly recognized that job satisfaction positively correlates with labor market participation, especially of women. Knowing whether women are or are not less satisfied with their job is however not enough information if we aim at increasing women's job satisfaction. Instead, we need to better understand and disentangle the reasons behind reported job satisfaction. This paper does that by looking not only at reported job satisfaction, but also examining gender differences in employment conditions, educational choices and attainments, and at the combination of both while controlling for personality traits. Because of the systematic analysis, we can be fairly certain that we are able to isolate the reason for the gender differences in job satisfaction.
Past research on the gender differences in job satisfaction (Clark, 1997; Kaiser, 2005; Sousa-Poza and Sousa-Poza, 2003) has concluded that given everything else, women are in most countries more satisfied with their job than men. This gender gap in favor of women has been attributed to the lower job expectations that women have as compared 1 http://ec.europa.eu/employment_social/news/2002/sep/employment_in_europe2002.pdf to men. This conclusion relies on the following findings: very young and highly educated women in Clark's (1997) British sample report the same overall job satisfaction and a lower satisfaction with pay than men in these same categories; in EU countries in which women working conditions are better (Denmark, Finland, and The Netherlands) there is no gender gap in job satisfaction (Kaiser, 2005) ; and the job satisfaction gender gap favorable for women has been reduced by halve from 1991 to 2000 in the UK (Sousa-Poza and Sousa-Poza, 2003) .
This paper contributes to the literature not only by disentangling the reasons for the gender gap in job satisfaction but also by looking at a very young cohort of highly educated (tertiary education) individuals in Catalonia (a region situated in the north-east of Spain). Not only have young and highly educated women probably different expectations than their mothers did, but moreover child bearing and caring has mostly not yet interrupted their careers. Until now researchers have argued that women expectations may change as their employment conditions improve. This change, they argue, will reduce the gender gap in job satisfaction found in the literature. Therefore, the use of the present sample will be useful to test whether women expectations have changed. The region of study is also interesting on that its labor market characteristics have many features in common with the countries of South Europe, where women face worse employment conditions than in other northern EU countries. For example, SousaPoza and Sousa-Poza (2000, p.141) write, "one result that does catch our attention is that women in Spain have a much lower satisfaction-level than men…".
The data comes from a sample of individuals who graduated in 1997-1998 from any of the seven public Catalan universities. Catalonia (Spain) has a female activity rate that, were women. For Catalonia this number equals 58.59 percent. Since for highly educated individuals the activity rate between men and women is very similar 6 , it is to be expected that women will slowly increase and improve their participation in the labor market. Using our data set, we will examine the gender differences on job satisfaction of individuals with tertiary education. 
Empirical approach
The first question we like to address is whether there are gender differences in the five reported job satisfactions, i.e. satisfaction with work content, promotion possibilities, earnings, applicability of acquired knowledge, and job security. In this way, we can identify whether women are more or less satisfied with their job than men. As discussed in the introduction, it is important not only to look at gender differences in job satisfaction but also to try to understand why these differences arise. Only then, can one aspire to make sensible policy recommendations to increase women job satisfaction and thus participation in the labor market.
Job satisfaction is a subjective feeling that, although partly determined by an individual working situation, it also depends on an individual's perception of own job (how the job compares with his or her expectations) as well as on his or her personality (e.g. neuroticism and extraversion). Therefore, any gender differences in reported job satisfaction can be due to several factors, namely different employment conditions between men and women, persistent gender differences in expectations, and in personality traits. In order to understand and disentangle any gender differences in job satisfaction, we thus need to deepen into the empirical analysis.
First, we will look into the gender differences on the employment conditions, for example, wages, type of contract, number of worked hours, and occupation to see whether women achievements in the labor market are comparable to those of men.
Since educational choices and attainments (e.g. degree obtained and field of study) partly determine the opportunities that individuals have in the labor market, the paper will also examine the gender differences in education.
In a final step, the paper will present an econometric analysis of job satisfaction in which we will control individual characteristics (e. control for an unusual large number of job and educational characteristics due to the particularly rich data set at hand. Therefore, it is difficult to disentangle whether any gender differences are due to omitted variables or to different expectations between men and women. Nevertheless, the analysis in Section 3.3 provides a step forward on solving this puzzle.
The job satisfaction question
The empirical analysis is largely based on the individual's answer to a subjective job satisfaction question. This question contains information on the subjective evaluation that each individual does of his or her own work 7 . In the present data set, individuals are asked to report their satisfaction with five areas of their job, namely satisfaction with work content, promotion possibilities, earnings, applicability of acquired knowledge, and job security. This provides more information than when asking only about satisfaction with job in general. Individuals are asked to report the five partial job satisfactions on a discrete scale from 1 to 7, where 1 stands for "completely unsatisfied"
and 7 for "completely satisfied".
For job satisfaction (or any measure of self-reported satisfaction) to be meaningful it has to correlate with the true theoretical concept we are interested in, i.e. reported job satisfaction has to have some connection with the economic concept of job utility. It is obviously difficult to probe such a preposition. Nevertheless, many empirical evidence points into this direction by showing a link between reported job satisfaction and individual's behavior. For example, job satisfaction is a good indicator of labor market mobility (Freeman, 1978) , it can predict quits (Clark and Georgellis, 2004) , and correlates with (women) participation in the labor market (European Commission, 2002 ). In addition, one needs to assume interpersonal comparability. At the ordinal level, this implies that individuals reporting a 6 are assumed to be more satisfied with their work than those reporting a 3. At the cardinal level, the distances between the answers provide information, i.e. someone reporting a 6 is twice as satisfied as someone reporting a 3. In this paper we will assume cardinality when necessary (comparing 7 Other papers that use such job satisfaction are, for example, Clark, 1997 Clark, , 1999 Clark, , 2001 Drakopoulos and Theodossiou, 1997; Groot and Maassen van den Brink, 1999; Sousa-Poza and Sousa-Poza, 2000; Van Praag and Ferrer-i-Carbonell, 2004; and Wottiez and Theeuwes, 1998 average reported satisfaction between genders) and ordinality when possible. Ferrer-i- Carbonell and Frijters (2004) have shown that imposing cardinality or ordinality does not change the nature of the results.
The econometric technique
In the empirical analysis, we estimate Job Satisfaction (JS i ) of individual i as a function of his or her individual characteristics, employment conditions and education choices and attainments (Z i ). Next to the observable objectively measurable individual, job and education characteristics, job satisfaction is determined by individuals' personality traits. Psychologists have long claimed that individual personality characteristics explain up to 80 percent of an individual self-reported satisfaction (Lykken and Tellegen, 1996) . If the data is a panel, one can control for these by including individual effects. Since the present sample is cross-section, we need to find a more creative way to control for those psychological traits. The data set contains a set of questions indicating individual's perception of why they were selected for their present job. Here we use the answer to these questions, known as self-efficacy evaluation, to create a measure of individual personality (P i ) by using factor analysis 8 , as usual in the selfevaluation literature (see Bono and Judge, 2003) . This measure is highly correlated with self-esteem (Bono and Judge, 2003) .
In order to accommodate for ordinality in the econometric analysis, the five job satisfactions are regressed with an Ordered Probit. This means that it is not possible to 8 The Kaiser-Meyer-Olkin measure of sampling adequacy indicated that multivariate analysis obtains excellent results (the factor accounted for 95% of the overall variability). Subsequently, we re-scaled the factor predictions to [0-1], since the individual opinions on the determinants of being contracted should not have a negative value, whilst 1 should represent being fully confident in themselves.
observe the exact level of job satisfaction (JS*), but only the range in which it lies (JS).
The job satisfaction model to be estimated is
where the usual error term (ε i ) and a constant (α) are added. Following the usual ordinal probit notation, JS* describes the underlying non-observed variable, JS is the observed variable, k is one of the 7 categories (1 to 7), and µ are the estimated intercept terms.
The results presented in the paper are obtained considering bootstrapping (500 replications) and robust standard errors.
The data
The empirical analysis is based on a data set provided by The Quality Assurance
Agency for the University System in Catalonia (AQU). The survey was conducted in 2000 and covered all the individuals who graduated in the 1997-1998 academic year from one of the seven public Catalan universities. The main aim of this survey was to study the position of the university graduates in the labor market. In Catalonia there are twelve recognized universities, seven are public, four are private, and one is virtual. Of the total number of university students, the vast majority (nearly 80 percent) graduates from one of the seven public universities. Catalonia is one of the richest regions in Spain and has a total population of almost 7 million people. The capital of Catalonia is Barcelona, around where four out of the seven universities are located.
The response rate was 48 percent. For this study, we eliminate all individuals younger than 34 (about 7 percent), i.e. we exclude those students who graduated at an older age and may have already much working experience. In doing so, we obtain a fairly homogenous sample of young highly educated individuals. After cleaning for age and for missing observations, we obtain a final sample of more than 3,000 individuals. The final sample consists of 61.94 percent of women. This amount is slightly larger than the percentage of female graduates in that same year in Catalonia (58.59 percent). The differences are however very small. Moreover the two numbers cannot be exactly compared, as the first one includes only the 7 public universities while the second one includes all the universities in Catalonia.
Next to including the above mentioned five partial job satisfactions (section 2.2), the data set contains information on the graduates' current and past job characteristics, such as, work experience, type of contract, access to training, type of occupation, region where the respondent works, and wages. In addition, there is information on individual characteristics, such as gender and age, and educational attainments and choices (e.g.
final grades and field of study.
3 The job satisfaction gender gap: empirical results
Job satisfaction
As described in Section 2.2, the data set contains information on five partial job satisfactions, i.e. the self-reported individual subjective appreciation of their own job with respect to five areas. 9 Table 1 shows the means of these satisfactions for the whole 9 Principal components analysis evidences that one single partial job satisfaction can only explain a maximum of 46.27% of the overall variability. Hence, analysing each partial job satisfaction provides a better understanding of an individual job satisfaction than looking only at overall job satisfaction.
sample and for men and women separately. It is important to remember that the answers are reported from 1 to 7, where 1 stands for "completely unsatisfied" and 7 for "completely satisfied".
[Insert Table 1 systematically differs between genders. The second means that women and men do not have access to the same type of jobs and that, on average, women have access to jobs that correlate with lower satisfaction, i.e. are of less quality.
Employment conditions and opportunities
To further examine why young highly educated men and women are not, on average, equally satisfied with all the aspects of their job, we will now examine the objectively defined employment conditions of these two sub samples. Table 2 shows the descriptive statistics for men and women separately. The last common reports the t-values of the differences between genders. This value indicates whether the differences between the two sub-samples are or are not statistically significant.
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[Insert Table 2 here]
If we take into account that this is a very specific sub sample of highly educated young individuals in the year 2000 in South Europe, the differences between the two genders are sticking. Table 2 shows that there are many statistically significant gender differences on employment conditions as well as on education choices and attainments.
It is not our intention to claim that these differences are due to discrimination. This is just only one possible explanation. Other options are, for example, that women selfselect themselves into certain occupations (e.g. Macpherson and Hirsch, 1995) and women cannot negotiate their salary as well as men do (e.g., Solnick and Schweitzer, 1999 ).
Let's now turn to the job characteristics described in Table 2 . Although this Table   shows the sample means for all the variables used in the job satisfaction regression, we will here only focus on the relevant ones. The table shows that compared to men, women, on average, earn less, are less often self-employed, have a larger chance to have a fixed term contract (instead of a permanent one), work in smaller establishments, are more often found in low-level qualified occupations 11 , and work more frequently in the 'medical care and social work' and 'teaching and training' sectors.
Men and women also differ regarding their education choices and achievements. On average, women have a lower degree of education (they are over represented among individuals with a 3-year degree -'diplomatura'-), and obtain less often the highest final grade (excellent). In the filed of study choice, there are also gender differences: women choose more often for humanities, social sciences, and medical sciences. Notice that medical sciences does not only include medicine but also a large set of other health studies, such as pharmacy, odontology, psychology, nursing, physiotherapy, and veterinary medicine.
After seeing the large differences existing on the objective situation of men and women, the logic next step is to examine whether women are still less satisfied than men once we control for the worse employment conditions and educational attainments and choices of women. For this we will need to econometrically analyze job satisfaction. This is the objective of next section. Table 3 presents the Ordered Probit results for the five partial job satisfactions. The variable capturing personality has the expected sign and it is statistically significant for all partial job satisfaction. All the other variables included in the regression do not offer many surprises. The age of the respondent is included but its sign is often statistically 11 This seems to indicate that, compared to men, women have more often a job for which they are over qualified. As argued by Hersch (1991) over education tends to correlate with a lower job satisfaction. It is pertinent to notice that, compared to most OECD countries, the problem of over education is particularly worrisome in Spain and Catalonia (Dolado et al., 2000) .
A complete model of Job Satisfaction
insignificant. Since the sample at hand has individuals only aged between 23 and 34, it is difficult to compare the age coefficient found here with the one in other studies.
Although for reasons of space we do not present the tables 12 , it is important to report that the results do not change when we do not include the variable capturing individual's personality. This means that the gender gap appearing in Table 3 is not due to systematic personality differences between men and women.
Looking at Table 3 , one can conclude that while (present and past) employment conditions seem to be important determinants of job satisfaction, educational choices and achievements hardly play any role in job satisfaction. This seems to indicate that the effect (if any) of education on job satisfaction is captured by the job opportunities associated with educational attainments. Thus, the educational differences between men and women are only important to the extent that they translate into different job opportunities.
[Insert Table 3 here]
The results in Table 3 show that after controlling for a large set of job, individual and education characteristics as well as for individual personality traits, the gender gap only remains for satisfaction with promotion possibilities and appears for applicability of acquired knowledge. Thus, the gender gap disappears for satisfaction with earnings and job security. Sousa-Poza and Sousa-Poza (2000) find that the gender gap disappears in most countries once the researcher controls for job and other characteristics. In other words, they find that the gender gap on job satisfaction is due to the worse employment conditions and perspectives that women have. In our case, this is only true for 2 out of 3 satisfaction in which we found a lower reported satisfaction for women. In addition, a gender gap appears in one other job satisfaction, namely satisfaction with applicability of acquired knowledge. For satisfaction with work content, we neither find a gender gap on the reported satisfaction nor in the regression analysis.
At this point, it is very important to notice that, even when controlling for individuals' objective situation, we find a negative effect of being a women on two out of the five partial job satisfactions. In other words, the positive gender gap for women in job satisfaction (Clark, 2997; Kaiser, 2005) has disappeared and even inverted sign for highly educated young individuals. Young highly educated Catalan women seem to go to the job market with the same expectations as men do. When they get there, however, they are unable to reach the same employment conditions as their peer males. Therefore, they are less satisfied with their job.
Since the gender gap for satisfaction with earnings and job security disappears when controlling for job characteristics, we conclude that the reason why women report a lower satisfaction in these job domains is because of their employment conditions. Table 3 shows that, among others, wages and type of contract (fixed term, permanent or self-employed) are important determinants of satisfaction with earnings and with job security. Furthermore, in Section 3.2 we showed that women and men had statistically significant differences regarding these three variables. For satisfaction with earnings, the lower wages of women and the fact that they are less represented among selfemployed seem to be important contributors for the lower reported satisfaction. For satisfaction with job security, earnings and fixed term contracts appear to be the responsible.
The gender gap however does remain for satisfaction with promotion probabilities. In other words, including explanatory variables such as earnings, self-employment, and type of occupation, does not make the gender gap disappear. Since the gender gap remains after controlling for personality, the most obvious explanation for the negative coefficient for women is the exclusion of relevant variables. We argue that while it is easier to control for the objective situation related to satisfaction with earnings (wages) and satisfaction with job security (type of contract), it is much more difficult if not impossible to find objective measures capable to capture the true probability of promotion. This means that the gender gap found in satisfaction with promotion probabilities reflects the lower chance that women have to get promotion at their job.
This is in accordance with other literature, which claim that in Spain there still exist a 'glass ceiling' for highly-educated women (De la Rica et al., 2006) .
In satisfaction with applicability of acquired knowledge, a negative coefficient appears for women. This contrasts with the reported satisfaction, which does not show statistically significant differences between genders. Not surprising, this satisfaction is positively correlated with certain occupations, namely 'advising and consultancy', 'administration and accountancy', 'teaching and training', and 'R&D'. All these occupations require very specific knowledge and therefore it is not common to find, e.g.
a teacher who does not have a degree on teaching. The same holds for the consulting, accountancy and technical jobs. In comparison with the other job satisfaction dimensions, and together with satisfaction with work content, satisfaction with applicability of acquired knowledge is much related to the intrinsic aspects of job satisfaction. According to Kim (2005) women are more orientated towards the intrinsic aspects of their jobs, such as feelings of self-determination and personal development, rather than to the extrinsic job characteristics, such as financial rewards. Thus, the negative coefficient for gender after having controlled for job characteristics is in accordance with this literature.
Conclusions
In this paper we focus on explaining the gender gap on the labor market for recent higher education graduates in Catalonia (Spain). For this sample of young individuals, women report on average a lower job satisfaction than men on three out of the five job partial satisfactions. Although we should be careful in our conclusions, our empirical analysis suggests that the lower job satisfaction experienced or reported by young highly educated women can be largely attributed to the worse employment conditions they have. Educational achievements of women also differ from those of men. These differences could partly explain the worse employment conditions of women. In the regression analysis however educational achievements have hardly any effect on job satisfaction. This seems to indicate that the effect of education on job satisfaction goes mainly through working achievements. This is in accordance with the literature on job satisfaction, which usually does not find any statistical significant effect for education.
In 1997 Clark found that when controlling for job characteristics, women experienced a larger job satisfaction. He attributed that to the lower expectations women have when entering the labor market. More recent work (Kaiser, 2005; and Sousa-Poza and SousaPoza, 2003) indicated that women expectations were rising in the last decade.
According to these authors, women exceptions have been increasing due to their better positioning in the labor market, i.e. women adapted to their improvements. This study indicates that young highly educated Catalan women have indeed adapted their expectations to the new times. Nevertheless, their real jobs achievements continue being of worse quality than those of their co-generational males. Therefore, these women experience and report a lower job satisfaction than men. This is true even when referring to highly educated individuals who were younger than 34 in the year 2000 in Catalonia, one of the most economically developed regions in Spain. This article cannot show whether the worse employment conditions and job satisfaction experienced by these women are due to discrimination in the labor market. Although this could be one explanation, an alternative one is that women select themselves into education tracks, sectors, and jobs were the labor conditions are worse. Irrespectively of the reason, policy oriented to promote women entrance to certain education paths and jobs would be welcome. This is desirable since present evidence indicates that higher job satisfaction of women in Europe would go hand by hand with increasing women participation in the labor market. Note: a, b, c denote significance at 1%, 5% and 10%, respectively.
